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Abstract 
This study was aimed to identify the association of teachers’ attitude towards the implementation of Staff 
Development Training with Knowledge Sharing Practices among the lecturers of the Teacher Training 
Instituition (TTI). In addition, this study was also to examine the differences in attitudes towards the 
implementation of Staff Development Training and differences of knowledge sharing practices of lecturers based 
on demographic factors (gender, teaching experience, and academic qualifications). This is a quantitative 
approach in cross-sectional survey to collect data on the attitude towards staff development training and 
knowledge sharing practices among lecturers. The population of this study involved 748 lecturers from TTI in 
Perlis, Kedah, and Pulau Pinang. Stratified random sampling technique was used to select 336 samples from the 
population. The instruments used in this research were Attitude of Staff Development Training (Siti-Zanariah, 
2010) and Knowledge Sharing (Siti-Zanariah, 2010). Statistical Package for Social Science (SPSS) Version 19.0 
was used for analysis of data. The descriptive data analysis involved the description of the respondents such as 
frequency and percentage, while the second part of inferential analysis was to test the hypotheses, using Pearson 
correlation, t-test, and ANOVA. This study had found that there was a significant and positive association 
between attitude towards SDT with knowledge sharing practices, a significant difference and positive attitude 
towards SDT based on gender and teaching experience and a significant and positive difference in terms of 
knowledge sharing practices based on gender, teaching experience, and academic qualifications. However, the 
results revealed that there were no significant differences in the attitudes of SDT based on academic 
qualifications. This research also discussed about the findings, implications, and contributions to the body of 
knowledge and the country, as well as the direction of future research. 
Keywords: attitude, staff development, practice of knowledge, teacher training, lecturers 
1. Introduction 
Since the late 1980s, public sector organizations in Malaysia have begun to recognize the need to improve the 
quality of management and service staff. This situation is illustrated by the launch of the Excellent Work Culture 
Movement on 27 November 1989. The movement stressed the importance of organizational learning practices 
through the implementation of an active staff development program to ensure they have the knowledge and skills 
to meet the challenges of the changing environment (Malek-Shah, 2005). 
The Government also always concerned about the quality of service of the citizens and public sector 
organizations to the establishment of the National Integrity Plan in April 2004, which emphasizes values when 
working as ethical behavior and teamwork (Malek-Shah, 2005; Sta.-Maria, 2002). Thus, the government’s aim 
will only be achieved if an organization is capable of moving towards developing a learning organization. This is 
because only individuals who are knowledgeable and highly skilled who seek to change, and this is where 
employees are encouraged to adopt a positive attitude and be able to share the knowledge and skills acquired 
(Kanter, 2001), particularly among staffs of public sector organizations such as the education sector which 
always attract the attention of the public. 
However, in recent years, the effectiveness of the quality program among public sector organizations in Malaysia 
is less favorable (Boon & Fadzlon, 2011). This failure stems from their own attitude in which the concept of 
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quality that is emphasized is difficult to be understood by them and still they lack the initiative to understand. 
This phenomenon results in a positive culture that resists change and lack of knowledge sharing and disclosure 
of relevant changes in terms of knowledge and skills (Stephen, 1990). In addition, work culture of public sector 
organizations are emphasizing the duties, discipline, strict procedures, and strict work rules, in addition to less 
space for creative (Kline & Saunders, 2006). This implicating work culture has created a gap between the top 
and subordinates as well as between colleagues of different fields, thus, preventing them to share their 
knowledge and skills (Boon & Fadzlon, 2011). 
1.1 Objectives 
The main objective of this study was to examine the implementation of Staff Development Training (SDT) as a 
tool for knowledge sharing among lecturers in Teacher Education Institutions (TTI). In particular, this study aims 
to: 
i. Identify the lecturer’s attitude towards the implementation of SDT in TTI. 
ii. Identify the level of knowledge sharing practices among lecturers in TTI. 
iii. Identify the relationship between attitude towards SDT and practice of knowledge sharing among lecturers in 
TTI. 
2. Literature Review 
Having an agenda in educational research to ensure there is an appropriate ethos towards increasing knowledge 
sharing practices among the lecturers. This is because there is still no research in Malaysia is trying to assess the 
extent of attitudes towards Staff Development Training (SDT) implemented by educational organizations such as 
TTI. 
2.1 Attitudes 
The researchers concluded attitude as an internal willingness to act when confronted with certain objects or 
situations that favored or vice versa (W. W. Lambert & W. E. Lambert, 1973; Sarnoff, 1970; Boskamp, 1977) 
2.2 Staff Development Training (SDT) 
According Juhary (2000), SDT is the efforts undertaken specifically and composed by organizations to improve 
the knowledge of the coaches so that they can do better in their job. Siti-Zanariah (2010) also defines SDT as a 
multidimensional process that contains aspects of the exercise beginning with the inventory activity, practice and 
guidance. SDT is to design, implement and manage training programs in service to ensure staffs can perform 
tasks with full commitment, ethical and integrity. So, in sum, it can be formulated that SDT is all forms of 
training, courses, seminars, workshops, conferences, training activity, and forums that are controlled by sectors, 
center or office in TTI, office or unit in TTI or private institutions or other agencies. 
2.3 Motivation Theory-Based Behavior 
In the context of this study, namely Pavlov’s motivation theory-based behavioral theory is the most suitable to be 
relied. In addition to theoretical knowledge sharing practices, social exchange theory is to be discussed in the 
next section which is directly related to the knowledge sharing. According to the recommendations of motivation 
theory of Pavlov (1927) which is based on behavior, learning process will occur easily when there is a 
relationship between stimulus and response. Application of this theory can be applied in the context of Staff 
Development Training program (SDT) developed by In-Service Training Unit of TTI. Pavlov (1927) argues that 
learning can occur as a result of the interplay between stimulus and response. Eventually, the lecturers will be 
familiar with the teaching techniques and this can be shared and set as an example to other lecturers. 
2.4 Knowledge Sharing Practices 
According Faizuniah and Aizzat (2009), knowledge sharing is an activity that is very important in knowledge 
management that allows more knowledge to be generated, collected and used by others. According to McNeil 
(2003) practice knowledge sharing is an important element in management science. It is usually occur when 
individuals who shares the same goals and experiences to exchange views and information. Knowledge sharing 
between individuals involves the exchange of information by a person to a kind of information that can be 
understood, absorbed and used by others. The practice of knowledge sharing can also be defined as the actions of 
individuals who make knowledge available to him or her and also to be understood by other members who 
served in the same organization (Ipe, 2003). According to Bartol and Srivastava (2002) knowledge sharing 
involves sharing information, ideas, suggestions, and expertise between one individual to another individual. 
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2.5 Attitudes toward Implementation Staff Development Training and Knowledge Sharing Practices 
Reviews from Azizah, Hamida, and Sheau (2009) found that non-academic staff of Universiti Teknologi 
Malaysia were aware of the purpose of training and understand the importance of such training in the 
performance of their work at workplace. The findings also showed that workers need to have an awareness of the 
objectives, needs and interests of exercise in improving the implementation of their work in the workplace. This 
is because individuals who have a high level of commitment to the job will place a high value on training and 
further more committed when there is an opportunity to learn or share new skills and knowledge. Review by 
Henze, Van Driel, and Verloop (2009) on learning strategies of experienced teachers in the context of educational 
innovation also found that teachers tend to learn individually and collaboratively by several methods such as 
from other teachers, swap stories, help tools, ideas and practices as well as sharing knowledge and skills. One of 
the previous studies on the relevance of SDT by Ab. Razak (2000) seeks to identify the impact of staff 
development programs on job performance of teacher training college lecturers in Malaysia. Research is 
conducted to identify the extent to which staff development programs which have been followed by the lecturers 
able to affect the performance of their work, from the aspect of knowledge, attitudes, and skills. 246 lecturers 
showed that there is a significant relationship between planning and implementation of staff development 
programs with job performance of lecturers including practice of sharing and exchange of knowledge. 
Richter, Kunter, Klusmann, Ludtke, and Baumert (2011) conducted a study related to learning opportunities for 
formal and informal professional development of teachers. The study involving a total of 1939 teachers showed 
formal learning opportunities such as training and in-service courses are more widely used by teachers at the 
middle level of service. Meanwhile, informal learning is used by teachers at all levels of services such as 
knowledge sharing and exchange of ideas. This indirectly shows the relationship between formal and informal 
learning with teacher development stage. 
Mohd, Abdul, and Zulkifli (2006) conducted a survey about relationships, motives, attitudes as well as teacher 
training and professionalism in teaching final year university students who pursued education program. It was 
aimed to identify the direct and indirect motives, attitudes, and teacher training and professionalism in teaching 
final year university students who pursued education program. The study involved 650 final year students 
undergoing education program in a local university. Results showed that the variables such as motives, attitudes, 
and teacher training were directly correlated with professionalism among respondents’ year and education 
programs in universities. This assertion is supported by Boon Pong Ying (2004) who argued that to strengthen 
professionalism, an educator who has attended courses or training exercises should have learned it in their 
schools, in addition to sharing the knowledge gained with other partners so that other educators can gain 
knowledge and skills in specific areas. 
Review by Azlah, Mohamad, Thahiroh, and Thuaibah (2009) relates the effectiveness of training among support 
staff in the Office of the State Secretary of Kedah Darul Aman. The objective of the study is to identify 
respondents' perceptions of the effectiveness of training programs conducted from the aspect of reactions as well 
as to identify respondents' perceptions of the effectiveness of training on learning and behavioral aspects. The 
study involved 78 staff members of support groups from Kedah State Secretary's Office at Wisma Darul Aman. 
The support groups are derived from 3 sections; Housing Division, Human Resources, and Finance Division. 
Analysis showed that the perception regarding the assessment of the effectiveness of the training program 
reaction ratio is at a high level. 
The findings of Azlah et al. (2009) was further strengthened by the results of the study by Ilhaamie (2011), 
which indicated that employee attitudes need to be changed to get higher productivity of their work and the 
Human Resources Department plays an important role in improving employee motivation, namely to carry out 
training for staff development. According to the researchers, the organization that uses innovative training 
practices is more visible and has potential to be financially sound compared with other organizations. The result 
of research showed that employees must have an understanding and knowledge that enable them to monitor and 
improve the quality of services and products. It can be achieved with the existence of the practice and staff 
development training in the organization that has its own influence and can encourage employees to learn, gain 
knowledge and share that knowledge together with other colleagues in the organization. 
3. Methodology 
The aim of this study is to examine the relationship of TTI lecturers’ attitudes with the effectiveness of SDT in 
terms of knowledge sharing. This is a quantitative study by applying a cross-sectional survey (cross-sectional 
survey) based on a questionnaire answered by the respondents. The population for this study consisted of 
lecturers from TTI from Northern states including Perlis, Kedah and Penang. Population consists of 748 lectures. 
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The sample size was selected based on recommendations by Krejcie and Morgan (1970). Therefore a total of 336 
lecturers were chosen as respondents for this study. Stratified random Sampling technique was used in this study 
(Barbie, 1990) in which the TTI’s from the North Zone were grouped according to their respective states. The 
first step was to identify and list the TTI’s found in three states namely Perlis, Kedah and Penang. Next, several 
TTI’s were shortlisted from the list. The researchers used Random Number Schedule to get the 336 respondents 
who participated in this study.  
Overall, the instrument used to measure the variables is a standard instrument that was developed and adopted in 
western countries. This instrument was divided into three parts: Part A: The questionnaire for demographic 
information, which contained seven items. Part B: The questionnaire on Attitudes towards SDT (Siti-Zanariah 
Ahmad, 2010) which contains 28 items. Items included information related to the SDT that covers the 
implementation, the process and results of SDT. Cronbach Alpha showed high reliability of between 0 and 1 for 
all 28 items. Part C: The questionnaire for Knowledge Sharing (Siti-Zanariah, 2010) that consists of 22 items. 
Respondents are required to choose whether they agree or disagree by circling the statement. Likert scale was 
used in order to get a more precise answer and to save time. Questionnaire was adapted and modified from the 
questionnaires completed by Siti-Zanariah (2010) who modified the instrument of Canaa et al. (2000) for a 
research related to knowledge sharing among teachers.  
In this study, the reliability of the study was referred to the two variables studied; the attitudes towards SDT and 
practice of knowledge sharing. For the variable attitudes towards SDT, the alpha value obtained was high at ɑ 
= .96 whereas alpha value of ɑ = .95 was obtained for practice of knowledge sharing. Both alpha values are can 
be adopted in this study. Validity of the study referred to the consistency of the measurement tools built (Hardy 
& Bryan, 2004; Lokman et al., 2008). It was determined by factor analysis to obtain the construct validity. 
Correlation values for scores of items that can be accepted as the values are the value that exceeds 0.25 (Nunally 
& Beirstein, 1994; Lokman et al., 2008). 
To analyze data, inferential statistics was used to test the hypotheses that have been formed. Pearson correlation 
analysis was used to examine the relationship between attitudes towards SDT with knowledge sharing practices. 
4. Results 
In terms of gender, male respondents 204 (60.7%) are more than female respondents 132 (39.3%). Furthermore, 
the findings also showed that a total of 28 (8.3%) of the respondents aged between 30-39 years, 112 (33.3%) 
aged between 40-49 years, and a total of 196 respondents were more (58.3%) aged between 50-59 year. 
Meanwhile, if viewed in terms of race, a total of 288 (85.7%) of the respondents were Malays, 28 (8.3%) were 
Chinese, and about 20 others (6.0%) were Indians. 
4.1 TTI Lecturer’s Attitude towards Implementation of SDT 
All items assessed using descriptive statistics of percentage, mean and standard deviation. Based on the results of 
the descriptive analysis in the overall attitude towards the implementation of SDT obtained is at a high level 
(mean = 4.09, SD=.48). 
4.2 Level of Knowledge Sharing Practices 
To identify the extent of knowledge sharing practices through the implementation of SDT on the TTI lecturers, 
descriptive statistics were used. The findings indicted that the average mean of the practice of knowledge sharing 
was at 4.41 with a standard deviation of .40. 
4.3 Testing Hypothesis 
The relationship between lecturer’s attitude and knowledge sharing practices towards SDT. 
Pearson correlation analysis was conducted to determine if there is a significant relationship between the 
attitudes towards SDT and practice of knowledge sharing among lecturers at TTI. 
 
Table 1. Correlation between the attitude towards SDT and practice of knowledge sharing among Lecturer TTI 
Variable Attitude Practice
Attitude 1 0.595**
Practice 0.595** 1 
**p < 0.01; *p < 0.05. 
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Based on the results of Table 1 above, a significant relationship was found at p <0.05 between the attitude 
towards SDT with knowledge sharing practices (r = 0.595; p < 0.05) among lecturers at TTI. The results of this 
correlation analysis, thus supporting the null hypothesis that there is a significant and positive relationship 
between attitude towards SDT and knowledge sharing practices (r = 0.595; p < 0.05) among lecturers at TTI.  
5. Discussion 
The findings showed that a positive attitude towards SDT was found and could improve knowledge sharing 
practices among lecturers at TTI. The results of this study are consistent with findings of Siti-Zanariah (2010), 
Azlah et al. (2009), Nadler (1986), and Blanchard (2004), which were generally found that there is a significant 
and positive relationship between attitudes toward SDT with practice of knowledge sharing. However, these 
findings contradict with the results of a study by Henze et al. (2009) that there was no significant relationship 
between attitude towards SDT and practice of knowledge sharing. According to Cascio (1989), training in SDT 
consists of a planned program that is designed for performance improvement at individual, group, and 
organization level. In fact, the improved performance contained an implicit element of expectations and 
assessments that were there changes that can be measured in terms of knowledge, skills, attitudes and social 
behavior of individuals. Further justification was based on the fact stressed by Naim (2004) which stated that the 
sharing of knowledge is a social process in which individuals share their experience and knowledge that is not 
real like sharing mental models and other technical skills.  
5.1 Implications of Study 
Overall, this study supports the fact that attitude influences the implementation of SDT in the development of 
knowledge sharing practices among lecturers at TTI. Further, the theoretical implications and implication of 
practice are also observed in this study.  
5.1.1 Theoretical Implications 
Academic implications of this study can be seen in terms of the appropriateness of the questionnaire and the 
theory used. Overall, the instrument used is satisfactory and has high reliability and validity. Back to back 
translation method was used in addition to pilot test to contribute to the strengthening of the reliability and 
validity of this instrument. This aspect may indirectly support the opinion of scholars who claim that the 
instruments developed in western countries can be applied in the context of local communities with specific 
measures to suit the conditions and culture of the society in Malaysia. The study has also contributed to the 
theories of motivation, namely behavior-based theory (Pavlov, 1927) and social exchange theory (Blau, 1964) 
which are used as the base to design the framework of this study. Behavior-based theory predicts that the 
learning process will occur easily when there is a relationship between stimulus and response. Through this study 
of relationship between attitude towards SDT and knowledge sharing practices, it is observed that training 
related to the duties and exercising the framework of the preparation undertaken regularly can help in building a 
positive stimulus. This may increase the response of individuals positively into the effectiveness of training 
(Ibrahim, 2001), because this is also to be expressed by In-Service Training Unit in TTI, through the 
implementation of SDT on lecturers and staff involved. So, not surprisingly, the results of this study support the 
prosecution's theory of behavior based upon the results shown that there is a significant and strong correlation 
between attitude towards the implementation of SDT and practice of knowledge sharing among lecturers at TTI. 
5.1.2 Implications of Practice 
The results of this study also provide an important contribution to the body of knowledge, particularly to the 
administrator and the Human Resources Division of TTI. It can be seen from the context of attitude towards the 
implementation of SDT and practice of knowledge sharing among lecturers of TTI. Overall, the results showed 
that there was a significant and strong correlation between attitudes towards the implementation of SDT and 
practice of knowledge sharing among lecturers. Accordingly, the variables must be taken into account as an 
important element in designing staff development programs in TTI and in realizing the aspirations of MECC 
2013-2025 in human capital of excellence in various aspects. 
The findings of this study may also help the TTI, especially in the states of Perlis, Kedah and Penang in shaping 
the attitudes of teachers towards SDT, improvements in performance through SDT as well as finding ways to 
encourage knowledge sharing practices among its staff. Among the measures that can be done is: 
• TTI’s should pay attention to the attitude of lecturers towards the implementation of SDT and examine the 
level of knowledge sharing practices practiced by them. 
• Courses, training, and staff development programs should be regularly reviewed and improvements should 
be made from time to time in order to improve the quality of the in house training programs.  
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• TTI’s should strive to realize the importance of SDT for lecturers in improving their skills and experience 
in various aspects of the quality of the in house training programs in order to produce a balanced human 
capital in various fields. 
• TTI’s needs to send qualified lecturers to pursue their specialization to add to the new knowledge along 
with the development of technology today. 
• TTI’s need to cultivate and promote knowledge sharing practices among the lecturers so that the knowledge 
gained through SDT can be shared with other staff. 
• The TTI’s also needs to emphasize the importance of attitudes and knowledge sharing practices that should 
be possessed by the lecturers during the recruitment process of lecturers through the strainer-filter. 
Selection of lecturers should not merely based on seniority and IQ abilities, but also emphasizes the 
attitudes and knowledge sharing practices of the lecturers too. 
• TTI’s needs to assess the attitude of lecturers towards SDT by their teaching experience. Further, 
improvement and training should be given to produce lecturers of good quality. 
• TTI’s need to give more focus and provide more workshops to foster positive attitudes towards SDT and 
knowledge sharing practices, in addition to tailoring the training and activities of SDT, by gender and 
teaching experience of lecturers. 
In addition, information on the results of this study is an important source for Ministry of Education (MOE), 
Human Resources, the State Education Department (SED), and other educational institutions to develop and 
strengthen attitudes towards implementation of SDT.  
5.2 Recommendations 
Based on the findings, recommendations for future research are to include an increase in the dimensions of the 
variables studied, research methods, and additional variables. This study has identified a strong relationship that 
exists between attitudes towards SDT with practice of knowledge sharing among TTI lecturers. And further 
research by focusing on the dimensions of the variables; attitude towards the implementation of SDT and 
practice knowledge sharing, is encouraged in the future. In addition, the methodology of the study can also be 
done in a larger scope, involving a larger sample, not only involving TTI in Perlis, Kedah and Penang but others 
as well. This study also found to contribute to the researchers to identify the different aspects of demography, 
particularly in terms of gender, teaching experience, and academic research. Future studies related to aspects of 
these demographic items are likely to be able to include the economic, cultural, placement, status, and social 
environments as well. The findings of this study can be used as a basis for studies related to attitudes towards 
SDT and knowledge sharing practices, particularly in the TTIs and other educational institutions in Malaysia. 
Studies like this will hopefully help unravel the secrets of an educator’s attitude towards SDT and knowledge 
sharing practices are practiced to assist in nurturing a productive and successful individual in various aspects for 
the development of education in Malaysia. However, the proposed study is more like a prefix to find the 
relationship between the variables in empowering TTIs in Malaysia, thus achieving vision 2020. 
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